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This paper investigates actual voluntary turnover from the employee’s perspective 
using a large European dataset integrating the available job factors related to job 
embeddedness and other variables that have been related to turnover in previous turnover 
models. The study shows that the traditional turnover model, where ease of movement and 
desire of movement are regarded as important predictors of turnover, receives support. 
However, the study also shows the job embeddedness factors play a key role in predicting 
turnover as well, even after the role of demographic and ease and desire of movement 
variables are taken into consideration. Thus, this shows that the turnover decision is not only 
about the individual’s attitudes towards work or about the actual opportunities in the labor 
market, but these decisions are the result of an analysis of complex web of factors that are 
labeled job embeddedness. 
 
Introduction  
Employee turnover is an important issue for organizations and individuals. From the 
perspective of the organization, employee turnover carries some tangible and intangible costs. 
The tangible costs would be the cost of training new employees, the recruitment and selection 
costs, adjustment time, possible product and/or service quality problems, costs of agency 
workers/ temporary staff (Morrell, Loan-Clarke, and Wilkinson, 2004a). The intangible costs, 
which may be even more significant than the tangibles, involve the effect of turnover on 
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Transnational Access contract RITA 026040. organizational culture, employee morale, social capital or organizational memory (Morrell, 
Loan-Clarke, and Wilkinson, 2004a).  For an individual, turnover (including both voluntary 
and involuntary) will mean making a break with existing social networks, stress of a new 
environment, and adjustment process.  For some there may be direct losses related to benefits 
that they were receiving as being part of the organization (Griffeth, Hom,  and Gaertner, 
2000).  
On the other hand some labor mobility is viewed as necessary for the economy 
because of job mismatches (Jovanovic, 1979). Some employees may have accepted a job that 
was below their abilities in difficult times and they may wish to switch when they find the 
opportunity. Or some organizations may have employed an individual who was not a good 
match for the position. Jovanovic (1979) views jobs as “experience goods” and as “search 
goods”. Based on the job employee matching model, workers move across jobs in order to 
find a good match which pays for their aptitudes and meets their expectations (Davia, 2005).  
Davia (2005) reports that in terms of wages, for employees at the early stages of their 
career voluntary turnover will lead to positive increases in their wages compared to those that 
do not change jobs. Furthermore, Davia (2005) reports that turnover may pay in the mid term 
even for involuntary movers although at a decreasing rate. 
  One reason that high rates of voluntary turnover is alarming for many managers is the 
fear that the employees with better skills and abilities will be the ones that are able to leave 
and the ones that remain will be the ones that cannot find other jobs. Thus when turnover may 
be beneficial for the employee, it will not be for the organization even if there was a need to 
downsize. While this view is too general since there are many other reasons that prevent 
employees from leaving other than not finding alternative jobs, it still deserves attention.  Turnover continues to be a topic of interest among researchers from disciplines such 
as management, psychology, economics and sociology. Shaw, Delery, Jenkins and Gupta 
(1998) report over 1500 studies on the subject. There have also been several meta analyses on 
the determinants of turnover (Griffeth, Hom,  and Gaertner, 2000, Hom and Griffeth, 1995, 
Cohen, 1993, Cotton and Tuttle, 1986). Yet, there still is no universal agreement on the 
factors that explain why some employees leave and some stay. Our common sense would tell 
us assuming that employees have alternatives, if they are satisfied with their current job they 
will stay, but if they aren’t they will leave (Mitchell, Holtom, Lee, Sablanski, and Erez, 2001). 
However, scientific literature shows that work attitudes (like job satisfaction) play only a 
relatively small role overall in turnover (Griffeth, Hom,  and Gaertner, 2000, Hom and 
Griffeth, 1995). There are other factors that need to be identified in order to better explain the 
turnover phenomenon (Mitchell, Holtom, Lee, Sablanski, and Erez, 2001, Morrell, Loan-
Clarke, and Wilkinson, 2004b).  After a comprehensive review of the turnover literature 
(Morrell, Loan-Clarke, and Wilkinson, 2001) conclude that there is a need for new theory in 
the study of turnover. They argue that existing models have little predictive power.   
Much of the empirical work on the topic of turnover has been conducted in the United 
States. Furthermore many studies have investigated turnover by using turnover intentions 
instead of the actual turnover act. Even though, there are empirical and theoretical evidence 
that turnover intentions are the very good predictors of actual turnover (Ajzen, 2002; van 
Breukelen, van der Vlist, and Steensma, 2004), these studies would ignore the employees who 
do not plan to leave the company but do leave because of internal or external events (Morrell, 
Loan-Clarke, and Wilkinson, 2004a). The aim of this paper is to investigate actual voluntary 
turnover from the employee perspective using a large European dataset integrating the 
available job factors related to job embeddedness and other variables that have been related to 
turnover in previous turnover models.   
 Turnover Models 
Much of the current theoretical and empirical work is based on March and Simon’s 
(1958) foundation. They emphasized that employees’ degree of perceived ease of movement 
and perceived desirability of movement determines their likelihood of seeking a new job.  The 
desirability of movement would depend on job related attitudes and internal opportunities 
while ease of movement would depend on the external factors such as availability of 
alternatives and unemployment levels.  
It is possible to discuss turnover models in ‘psychological school’ and ‘labor market 
school’ (Morrell, Loan-Clarke, and Wilkinson, 2001). The labor market school focuses on the 
employees as rational and homogenous who are equally subject to external factors. The 
emphasis may be interpreted as determinist since external influences are seen to determine 
actions (Morrell, Loan-Clarke, and Wilkinson, 2004a).  The topics discussed include job 
search (Fahr and Schneider, 2004; Mano-Negrin and Tzafrir, 2004), labor market flexibility, 
job mobility and wage mobility(Davia, 2005, Royalty, 1998), unemployment level (Trevor, 
2001) and matching (Jovanovic, 1979).  
The psychological school focuses on topics related to explaining or predicting leavers 
behavior. The emphasis can be interpreted as voluntarist, since individual’s choice is 
emphasized (Morrell, Loan-Clarke, and Wilkinson, 2004a).  The topics discussed are 
individual characteristics, stress, burnout, emotional exhaustion, personality, job satisfaction, 
commitment (Hom and Kinicki, 2001), job involvement. 
In addition general withdrawal construct has been used (lateness, absenteeism, 
organizational attachment), where individuals are expected to gradually lead to turnover by 
taking steps linked to withdrawal. More recently the image theory of decision making or unfolding model (Morrell, Loan-Clarke, and Wilkinson, 2004a; Morrell, Loan-Clarke, and 
Wilkinson, 2004b) has been introduced which demonstrates that for many, the decision to 
leave is not the result of gradual built up of negative attitudes but rather the result of a shock, 
or some event that is significant enough to overcome the existing inertia.   
Job embeddedness construct represents the individuals based on their level of links to 
other people or activities, the extent that their job and community are congruent with the other 
aspects of their life, and the ease with which these links can be broken (Mitchell, Holtom, 
Lee, Sablanski, and Erez, 2001). Granovetter (1985) discusses “embeddedness” to explain 
how social relations influence economic action. The “job embeddedness” (Mitchell, Holtom, 
Lee, Sablanski, and Erez, 2001) construct also views the individual as a part of a complex 
web of relationships and attachments. The more extensive web will have lines that connect 
many aspects of the individual’s life. Thus web that is elaborate will have an influence on 
how difficult it would be for the individual to make changes in one part of the web because 
that change will influence many other features of the individual’s life (Holtom, Terence, Lee, 
Forthcoming). The critical aspects of job embeddedness are (1) the links that the individual 
has on and off their job, (2) the fit that they perceive between their self concept and the 
environment that they live and work in, and (3) the sacrifice that they would make in giving 
up their job in terms of how this action would severe the other aspects of their life that are 
linked with their job.  The link, fit and sacrifice all have an on the job and off the job 
dimension.  
Links to the organization are the relationships that the individual has with the 
organization and the amount of commitments that they have on others that they work with.  
The links to the community are the ties that the individual has especially with friends and 
relatives. The fit with the organization is how the individual perceives their work in the 
organization and weather the individual feels that there is congruence between what she wants to do and what she is doing. The fit with the community is the perception of fit between the 
individual’s concepts of the community that they would like to be a part of and the 
community that they actually live in. The organization associated sacrifice is related to job 
related losses that would be incurred if the individual left their job. And the   community 
associated sacrifice is related to the things that the individual would have to give up related to 
the community if they had to leave their community. 
Mitchell, Holtom, Lee, Sablanski, and Erez (2001) conceive job embeddedness as a 
mediating construct between an individual’s work and personal life. Each dimension may 
have different degrees of importance for different individuals at different times or stages of 
their lives, however the magnitude of total embedding forces will have an influence on a 
person’s decision to leave. 
The current paper proposes a model that incorporates the ease and desirability of 
movement variables together with some job embeddedness factors to understand turnover 
using the available data from European Community Household Panel survey.  
Expected relationships  
PERSONAL CHARACTERISTICS 
Age: Younger employees are more likely to take risks at the beginning of their careers. 
They are also more likely to accept positions that are below their abilities and expectations at 
the beginning of their career and move on to better jobs when those jobs become available. 
Generally research supports the negative age turnover relationship, however when the effect 
of gender is considered (Griffeth, Hom,  and Gaertner, 2000) reports exceptions to negative 
age turnover relationship and they report older men more likely to leave.  
Gender: Generally women workers have been traditionally seen as having a lower 
attachment to the labor force than men.  (Griffeth, Hom,  and Gaertner, 2000) show no difference between educated men and women in terms of turnover. Royalty (1998) finds 
gender differences in turnover are due to the behavior of less educated women. She finds 
differences in the turnover behavior of less educated and more educated women and finds that 
the behavior of highly educated women and men are very similar in their turnover behavior.  
Hypothesis 1: Age will be negatively related to voluntary turnover.  
EASE OF MOVEMENT AND DESIRABILITY OF MOVEMENT 
Job Satisfaction: Job satisfaction was found to be a predictor of turnover with work 
satisfaction showing the strongest relationship among the facets of satisfaction (Griffeth, 
Hom,  and Gaertner, 2000). van Breukelen, van der Vlist, and Steensma (2004) also show a 
negative relationship between job attitudes and turnover. Measuring job satisfaction at two 
different times before the measurement of leaving or staying, they find that there was stability 
in employees’ attitudes. However, they report that after the variance explained by intentions 
to leave the other variables did not explain much. Trevor (2001) analyzed interactions 
between actual ease of movement determinants such as education level and market conditions 
and found that when unemployment rates were low job satisfaction had greater impact on 
turnover decisions. Moreover, he found the effects of job satisfaction and unemployment rate 
depended upon levels of education, cognitive ability and occupation-specific training.  
Unemployment level: Armknecht and Early (1972) using aggregate models up to 78 percent 
in the aggregate quit rate could be explained on the basis of present and expected economic 
conditions. Labor markets shape the quality and quantity of alternative opportunities (Mano-
Negrin and Tzafrir, 2004). An individual’s behavior or even attitudes would be different in 
times of high unemployment (Trevor, 2001).  
Education: By increasing an individual’s outside opportunities, higher levels of 
education may increase the individual’s turnover likelihood. An unobservable characteristic that could be associated with higher levels of education may be labeled “career mindedness” 
(Royalty, 1998). A career minded individual would be more likely to take the risk of changing 
a job for potential improvements in their career. 
 
INTENTIONS TO LEAVE:  
Withdrawal: Individuals are expected to progressively enact more extreme 
manifestations of job withdrawal. This could begin with putting less physical and mental 
energy to their job, or going to work late and lead to absenteeism and eventually reaching 
voluntary or involuntary turnover.  With regard to behavioral predictors the literature shows a 
mild relationship between job withdrawal behavior such as tardiness or absenteeism and 
turnover (Griffeth, Hom,  and Gaertner, 2000).  
Job search: As a progression of withdrawal behavior, individuals will be looking for 
other jobs to switch to before they can make the move. The literature on turnover show strong 
predictive power of actual job search or how much effort is spent searching (Griffeth, Hom,  
and Gaertner, 2000).  
Hypothesis 2: Ease and desire of movement factors and behavioral intentions will 
predict turnover beyond the prediction of demographic variables and income.   
JOB EMBEDDEDNESS FACTORS: 
Negative relationship between job embeddedness and voluntary turnover above and 
beyond gender, job satisfaction and organizational commitment and also above and beyond 
perceived availability of alternatives have been reported (Mitchell, Holtom, Lee, Sablanski, 
and Erez, 2001). Job embeddedness have been operationalized by (Mitchell, Holtom, Lee, 
Sablanski, and Erez, 2001) by six factors: employee’s fit with the community, fit with the 
organization, links with the community, links with the organization, sacrifice of leaving the community and sacrifice of leaving the organization.  An individual who has strong links to 
the community and the organization, who perceives that there is a good fit between her 
expectations and what the community and the organization is currently providing, and stands 
much to loose if these links are broken will be less likely to move even when they could 
benefit from the move in some aspects. 
Hypothesis 3: Job embeddedness factors will improve the prediction of turnover 
beyond that predicted by variables representing demographic factors, pay and ease 
and desirability of movement. 
Method 
Data 
The European Community Household Panel (ECHP) survey is a harmonized, cross 
national annual longitudinal survey that focuses on household income and living conditions 
and provides information on employment and personal demographic characteristics. It has 
been collected since 1994 under Eurostat coordination. In the first wave approximately 
130,000 adults aged 16 years and over were interviewed in about 60,500 nationally 
represented households in the then 12 member states.  However not all countries entered the 
survey at the same time and for Germany, Luxembourg and United Kingdom the original 
sample has been replaced with harmonized versions of household panels already being 
produced nationally. For researchers a further anonimized sub-sample of the original data is 
available under strict contractual conditions. Further information on the ECHP and discussion 
on attrition, non response, and weighing procedures can be found in Peracchi (2002). Some of 
the variables do not have identical response sets for some countries which limit the analysis 
that can be carried out using those variables. For example the education level for the 
Netherlands seems to have been different after the third wave, i.e. some respondents who had 
higher levels of education were reported to have missing data or lower education levels in subsequent waves, therefore the latest education level available for an individual was taken 
from that wave’s data in the present study. Luxemburg, Ireland, Greece, Portugal, Austria, 
Sweden and The United Kingdom had many missing data for variables of interest in the 
current study and the question regarding reason for leaving the previous job in Germany 
indicated that there was a different set of responses used in this country in the recent waves of 
the survey, hence these countries were not included in the analysis. That allowed us to 
proceed with five European countries: Denmark, The Netherlands, Italy, Spain, and Finland.    
Using the data for years 2000 and 2001 – the most recent waves - from the ECHP, I 
identified the individuals that had a full time job (working at least 30 hours per week) other 
than self employment in the year 2000 who were between the ages of 20-59. The age and the 
working hour limitations were used in order to focus on individuals who had a relatively 
stronger attachment to the labor market.  The data for 2001 was then checked to see if the 
individual had changed jobs. This was done by looking at the responses to a question that 
asked the reason for stopping the previous job. The responses could be “obtained better / more 
suitable job”, “obliged to stop by employer”, “end of contract / temporary job”, “sale / closure 
of own or family business”, “marriage”, “child birth / need to look after children”, “looking 
after old, sick, disabled persons”, “partner’s job required to move to another place”, “study / 
national service”, “own illness or disability”, “wanted to retire or live off private means”, 
“other” or “not applicable”. If the response was something other than not applicable this 
would indicate a stopping the previous job. To determine when the job change took place, I 
looked at questions that asked the year and the month of leaving the previous job, if this was 
some time after their ECHP survey in 2000 and before their ECHP survey in 2001, this 
indicated that the survey questions in 2000 were filled out before leaving the job and the 2001 
survey would give us information on the persons new condition. I created a turnover variable 
based on reason for leaving the previous job which placed individuals in three groups; “those that left their previous job voluntarily”, “those that had to leave their previous job”, and 
“those that did not change their job”. The data for the two years was then matched. Since the 
objective was to see how previous job characteristics, satisfaction levels, etc. could influence 
a future turnover decision, for all the variables other than turnover the data was taken from the 
previous year.   
 
Measures  
Voluntary Turnover: For each respondent three categories was available, those that left 
voluntarily, those that had to leave their job and those that stayed. 
Tenure: Based on the question “when did you begin your present job” that was asked 
in the year 2000, the tenure was calculated for the 2001. 
Demographic variables were taken from the survey. Gender was coded 1 for male. 
Pay: The “earnings ratio to occupational average” variable was created by taking the 
purchasing power parity for each country, calculating the mean earnings from work for each 
of the 9 occupation groups for the corresponding countries based on ppp, calculating the 
annual earnings from work for each individual based on ppp and dividing that figure to the 
related occupational average.  
Ease of movement variables:  
Unemployment: The unemployment rates for each country in year 2000 for men and 
women based on their level of education was taken from Eurostat database and was matched 
with the individuals based on sex, education level, and country in our dataset.  
Education: Education level was measured based on the International Standard 
Classification of Education (ISCED). 3 Recognized third level education (ISCED 5-7), 2 Second stage of secondary level education (ISCED 3) and less than second stage of secondary 
education (ISCED 0-2).   
 
Desirability of movement variables 
Job satisfaction: Job satisfaction for year 2000 was measured with a single question 
that asked in the year 2000: “Satisfaction with work or main activity.” The responses ranged 
from 1 not satisfied to 6 fully satisfied.   
Embeddedness variables:  
There were several questions in the ECHP that could be related to job embeddedness. 
After identifying the related questions, I recoded them so that higher scores (or 1 in the case 
of dichotomous variables) would be related to high embeddedness. I conducted an exploratory 
factor analysis with varimax rotation. The loadings of the variables are provided in Table 1. 
The Links-Community dimension was measured with a variable about marital status (1 
married), the links-organization dimension was measured with the variable on job status (1 
permanent), the fit-organization dimension was measured with the question related to “do you 
feel that you have skills or qualifications to do a more demanding job than the one you have” 
this was reverse coded “1 no”, fit-community dimension was measured with several variables: 
“satisfaction with leisure activities”, “satisfaction with housing situation”, “membership in 
local clubs, teams, ect.”, “talks to neighbors at least once a month”. The mean for fit-
community dimension was calculated from the fit-community variables. The sacrifice-
organization dimension was measured with several questions: “employer provides child 
minding or crèche /free or subsidized”, “employer provides health benefits /free or 
subsidized”, “employer provides education or training /free or subsidized”, “employer 
provides sports, leisure or vacation facilities”, and “employer provides housing /free or subsidized”. The mean for sacrifice-organization dimension was calculated from sacrifice-
organization variables. Unfortunately, I was not able to identify relevant questions to 
sacrifice-community dimension that could fit in to the model. The mean of the five 
dimensions was calculated and used as “job embeddedness in the analyses. Also the average 
of embeddedness to the community and embeddedness to job was calculated using the 





Factor Loadings of Job Embeddedness Variables 
 












Satisfaction with leisure      .789          
Satisfaction with housing 
situation     .746         
Membership in local clubs, 
teams, ect.    .153       
Talks to neighbors at least 
once a month    .105       
Marital status        .545   
Have skills/qualifications for 
more demanding job 
(reverse) 
           .775 
Employer provides child 
minding or crèche /free or 
subsidized 
.485            
Employer provides health 
benefits /free or subsidized  .657            
Employer provides education 
or training /free or subsidized  .665          
Employer provides sports, 
leisure or vacation facilities  .707           
Employer provides housing 
/free or subsidized  .576           
Job status        .732      





Behavioral intentions: The question “are you currently looking for work” was used 
and the response “currently working but looking for more hours or different job” was used to 
indicate that the respondent was looking for another job.  
Withdrawal behavior: The question in the survey asking “how many days over the last 




In order to perform the analysis, I used Cox Proportional Hazard Model.  
h(t)=[h0 (t)] exp (β1X1+ β2X2+… βkXk) 
where h(t) = the hazard function at time t, h0(t) is the baseline hazard function for an 
individual if the value of all the independent variables could be zero. 
The independent variables were tenure time, and gender, age, earnings ratio, higher 
education, relevant unemployment rate, job satisfaction, intention to leave, absenteeism and 
embeddedness. The dependent variable was the dichotomous voluntary turnover variable, 
indicating weather the person left their job or if they were forced to leave or stayed they were 
treated as “censored”. The model predicts the hazard function h(t), in our case the probability 
that an individual will leave their job voluntarily at time (t). The model does not make 
assumptions about the nature or shape of the hazard function; however it assumes that 
changes in levels of the independent variables will produce proportionate changes in the 
hazard function, independent of time. Also, it assumes a log linear relationship between the 
hazard function and the independent variables. The hazard function provides an estimate of 
the relative risk of voluntary turnover per unit time for an individual that has not left 
voluntarily up to that time.  In the analysis exponentiated coefficients of the independent 
variables mean the expected change in h(t) for a unit change in the independent variable.  Results 
  The means, standard deviations and correlations between variables are presented in 
Table 2. The average age of the respondents is 39.03. 63% of the respondents are men. 29% 
of the respondents had university level education, though this figure varied by country: 36% 
in Denmark, 24% in the Netherlands, 11% in Italy, 37% in Spain and 41% in Finland.  We 
can see that tenure is negatively related to turnover (r=-0.16, P<0.01) and men are more likely 
to leave voluntarily (r=0.03, p<0.01). In the Netherlands, the relationship between gender and 
turnover was in the opposite direction (women were more likely to leave their job voluntarily) 
(r=-0.04, p<0.05). As predicted, age is negatively related to turnover (r=-0.14, p<0.01). 
Hypothesis 1 is supported across the countries. The correlations are (r=-0.18, r=-0.15, r=-0.10, 
r=-0.15, r=-0.13 all p<0.01) in Denmark, the Netherlands, Italy, Spain, and Finland. Earnings 
ratio, which is the ratio of the respondents’ earnings from work to the average earnings in 
their occupation for their country, is negatively related to turnover (r=-0.06, p<0.01). This 
figure was fairly stable across countries: r=-0.051, p<.05; r=-0.05, p<.05; r=-0.07, p<.01, r=-
0.07, p<.01, r=-0.07, p<.01 for Denmark, the Netherlands, Italy, Spain, and Finland 
respectively.  
  Among ease of movement variables, unemployment was negatively related to turnover 
(r=-0.03, p<0.01). But, interestingly there was no significant relationship between having a 
university level education and leaving voluntarily. With regard to desire of movement 
variables, job satisfaction as expected was negatively related to the turnover decision (r=-
0.04, p<0.01).  
  From the withdrawal behaviors, intention to leave measured with whether  the person 
is currently looking for other work was strongly correlated with turnover (r=0.16, p<0.01). 
This ranged from r=0.12 in Spain and Italy to r=0.19 in the Netherlands. Absenteeism was not 
significantly related to turnover (r=0.01, ns).    The total embeddedness factors were negatively correlated with turnover (r=-0.12, 
p<.01). This relationship was highest (r=-0.18, p<0.01) in Spain and lowest in the Netherlands 
(r=-0.19, p<0.01). Job embeddedness was also positively correlated with job satisfaction 
(r=0.19, p<0.01) and negatively correlated with intentions to leave (r=-0.11, p<0.01). 
  It is also interesting to note that earnings ratio was positively related to gender, which 
indicates men in general have higher earning than the average in their occupation compared to 
women’s earnings by occupation. Furthermore, there is a negative relationship between 
gender and unemployment. Since unemployment was calculated using unemployment rates 
based on gender and education level, the negative relationship between gender and 
unemployment shows women’s unemployment rates are higher compared to unemployment 
rates of men. 
  Hypothesis 2 asserts that ease and desire of movement factors and behavioral 
intentions will predict turnover beyond the prediction of demographic factors and income. 
The results of the Cox Proportional Hazards Regression can be seen in Table 3 and Table 4. 
In the first model, gender, age and earnings ratio were entered into the equation of the hazard 
function. From the exponentiated coefficients we can see age  reduces the likelihood of 
changing jobs. The exponetiated coefficient of 0.90 tells us that each increment increase in 
age (measured in years in our study) will reduce the likelihood of turnover decision by 10% 
when all gender and earnings ratio variables are controlled. From Table 4 we can see that the 
situation is similar in the five countries. When the role of gender is investigated we see that 
men are %59  more likely to leave their jobs compared to women. However in the five 
countries we see that the figure gets as high as %161 more likely in Italy, and %137 more 
likely in Spain but the relationship is in the other direction in the Netherlands although not 
significant.  
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TABLE 2 
Means, Standard Deviations, and Correlations 
 
   Variable  Mean  SD  1  2  3  4  5  6  7  8  9  10  11  12 
1  Voluntary turnover  0.04  0.21                                                 
2  Tenure  9.65  7.64  -0.16  **                                           
3  Gender  0.63  0.48  0.03  **  0.05  **                                       
4  Higher Education  0.29  0.45  0.01    -0.02  *  -0.10  **                                   
5  Age  39.03  9.94  -0.14  **  0.59  **  0.04  **  0.06  **                               
6  Earnings Ratio  1.00  0.46  -0.06  **  0.35  **  0.24  **  0.06  **  0.32  **                           
7  Unemployment  7.72  4.76  -0.03  **  -0.06  **  -0.44  **  -0.21  **  -0.10  **  -0.14  **                       
8  Job Satisfaction  4.43  1.10  -0.04  **  0.02    -0.01    0.10  **  0.05  **  0.07  **  -0.14  **                   
9  Intention to leave  0.11  0.32  0.16  **  -0.13  **  0.01    0.01    -0.10  **  -0.08  **  -0.11  **  -0.17  **               
10  Absenteeism  0.93  3.64  -0.01    0.00    -0.10  **  0.00    -0.01    -0.02  **  0.02    -0.01    0.05  **           
11  Embeddedness  2.93  0.92  -0.12  **  0.39  **  0.06  **  0.04  **  0.40  **  0.28  **  -0.22  **  0.19  **  -0.11  **  0.04  **       
12  Emb. Community  1.34  0.55  -0.08  **  0.30  **  0.10  **  0.06  **  0.40  **  0.23  **  -0.13  **  0.15  **  -0.08  **  0.02  **  0.70  **   
13  Emb. Organization  1.58  0.66  -0.09  **  0.29  **  0.00     0.01     0.23  **  0.20  **  -0.20  **  0.14  **  -0.09  **  0.04  **  0.81  **  0.14  ** 
 
**  P<.01 
*  P<.05 
 
N ranges from 12,862 to 
11,524. 






























Note: Values exceeding 1 for exponentiated regression coefficients (e
β) indicate a positive effect on turnover risk as the variable increases, while 
values below 1 indicate a negative effect as the variable increases. 
  1    2    3   
Gender  1.59  **  1.34  **  1.22   
Age  0.90  **  0.90  **  0.92  ** 
Earnings Ratio  0.40  **  0.45  **  0.55  ** 
Higher Education    1.27  *  1.17   
Unemployment    0.97  *  0.95  ** 
Job Satisfaction    0.91  *  0.96   
Intention to leave    3.44  **  3.17  ** 
Absenteeism    0.99    0.99   
Embeddedness        0.62  ** 
             
Chi-square  484.92  **  762.44  **  870.27  ** 
Change in Chi-square    167.73  **  69.67  ** 
             
** P<0.01             
* P<0.05             
N=10,805               19 
 
TABLE 4 
Exponentiated Coefficients from Proportional Hazards Regressions of Voluntary Turnover For 5 Countries 
        Denmark             The Netherlands             Italy          
   1    2    3      1    2    3      1    2    3   
Gender  1.26    1.22    1.18      0.82    0.69    0.72      2.61  **  1.88    1.95   
Age  0.89  **  0.89  **  0.90  **  0.88  **  0.88  **  0.89  **  0.90  **  0.90  **  0.92  ** 
Earnings Ratio  0.44  *  0.51    0.55      0.95    0.91    0.97      0.17  **  0.23  **  0.28  ** 
Higher Education      1.39    1.48          1.07    1.02          2.43  *  2.20   
Unemployment      1.02    1.02          0.96    0.95          0.95    0.96   
Job Satisfaction      0.83    0.86          0.91    0.93          0.88    0.90   
Intention to leave      3.00  **  3.08  **      4.31  **  3.94  **      3.79  **  3.51  ** 
Absenteeism      0.99    0.99          0.97    0.98          1.00    1.01   
Embeddedness          0.72  *    109.70  **  175.83  **  0.76  *            0.66  * 
                                         
Chi-square  104.69  **  147.70  **  155.25  **      53.93  **  184.16  **  90.98  **  160.95  **  172.92  ** 
Change in Chi-square      26.27  **  5.78  *            4.51  *        28.45  **  6.07  * 
N=  1,571              1,921              2,667           
        Spain                   Finland                     
  1    2    3      1    2    3                 
Gender  2.37  **  1.91    1.96      2.02  **  1.90  *  1.93  *               
Age  0.91  **  0.92  **  0.94  **  0.90  **  0.91  **  0.92  **             
Earnings Ratio  0.43  **  0.48  **  0.69      0.32  **  0.30  **  0.35  **             
Higher Education      0.79    0.81          1.07    1.09                 
Unemployment      0.98    0.99          0.99    0.98                 
Job Satisfaction      0.78  **  0.83  **      0.96    1.00                 
Intention to leave      2.10  **  1.55          4.40  **  4.02  **             
Absenteeism      0.93    0.93          0.98    0.99                 
Embeddedness          0.48  **          0.58  **       
                                 
** P<0.01 
* P<0.05   
Chi-square  127.74  **  181.32  **  243.73  **  97.66  **  164.66  **  178.38  **             
Change in Chi-square      36.25  **  47.99  **      33.57  **  10.61  **             
N=  2,849              1,797                         
Note: Values exceeding 1 for exponentiated regression coefficients (e
β) indicate a positive effect on turnover risk as the variable 
increases, while values below 1 indicate a negative effect as the variable increases.   20 
 
  As we expected the earnings ratio had an exponentiated coefficient below one. This 
indicates as the earnings ratio increases, there is a decrease in the likelihood of voluntary 
turnover. In model two we entered the ease and desire of movement variables together with 
behavioral intentions.   There was a statistically significant change in model chi square. And 
among the new variables entered Intention to leave had an impressive 3.44 exponentiated 
coefficient which would translate into 244% increase in turnover likelihood if the person was 
looking for other employment. Higher education also increased the likelihood of turnover, 
while job satisfaction, the unemployment rate reduced it. The results indicate that self 
reported absenteeism does not play an important role in turnover. 
Hypothesis 3 states that job embeddedness factors will improve the prediction of 
turnover beyond that predicted by variables representing demographic factors, pay and ease 
and desirability of movement. In Tables 3 and 4 we can see that in model 3 job embeddedness 
is introduced into the model. In the overall model the chi square change is 69.67 and is 
significant at p<.01. After the effect of all the previous variables including the demographic, 
income, ease and desire of movement, intention, and absenteeism are controlled, the job 
embeddedness still predicts the likelihood of turnover. The exonentiated coefficient is 0.62 
which means that an increment in job embeddedness will bring %38 decrement in actual 
turnover.   
Discussion 
  The study shows that the March and Simon’s (1958) model of turnover, where ease of 
movement and desire of movement are regarded as important predictors of turnover receives 
support. However the job embeddedness factors also play a key role in predicting turnover 
even after the role of demographic and ease and desire of movement variables are controlled. 
Thus this shows that the turnover decision is not only about the individual’s attitudes towards   21 
work or about the actual opportunities in the labor market, but these decisions are the result of 
an analysis of complex web of factors that are labeled job embeddedness.  
  Managers that are worried about loosing their most valuable employees should not 
only study external pay equity or the job satisfaction of their employees, but they should also 
try to contribute to strengthening the links that their employees have with the organization and 
the community. For example they should establish mentoring programs to strengthen the links 
with the organization. To strengthen the links with the community, they can establish 
community outreach programs to give their employees opportunities to volunteer and be a 
part of their community. To strengthen the fit between the individual and the organization, 
employers need to be careful in the recruitment and selection of their employees. They need 
to provide realistic information the candidates and later on they need to assist their employees 
in planning their careers. To strengthen the fit between the individual and the community, the 
employers need to be aware that their employees also have a life outside work and the more 
satisfied they feel with this life left over from work the the stronger will be the ties. We can 
also see that the higher the sacrifice for leaving the organization the less likely employees are 
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